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Integrating Questioning For Your Training Setting
The use of questions in training sessions to improve 
learning is nothing new. In fact, it dates back to the 
Socratic method of Ancient Greece.

According to Benjamin Bloom, there are six levels of 
cognition: 

•Knowledge:  rote memorization, recognition, or recall 
of facts  

•Comprehension:  understanding what the facts mean  
•Application:  correct use of the facts, rules, or ideas  
•Analysis:  breaking down information into component 

parts  
• Synthesis:  combination of facts, ideas, or information 

to make a new whole  
• Evaluation:  judging or forming an opinion about the 

information or situation  
 

Ideally, each of these levels should be covered in each 
course and at least one objective should be crafted for 
each level.  

We believe that depending on the nature of the course 
being delivered that a few of these levels may need to 
be given more emphasis. 
 
To help you prepare, we have provided examples of 
objectives written for each level of Bloom’s Taxonomy. 
And, we suggest activities and assessment tools that are 
based on those objectives. 

We also include common key verbs that can be used in 
drafting learning objectives for each of these levels.

How To Improve 
Your Questioning 
Skills For Your 
Training Courses.



Level
Level 

Attributes
Keywords

Example 
Objective

Example Activity
Example 

Assessment

1: Knowledge

Rote 

memorization, 

recognition, or 

recall of facts.

list, recite, 

define, name, 

match, quote, 

recall, show, 

identify, label, 

recognize, 

recall, state

“At the end of this 

course, 

participants will 

be able to define 

problem 

solving ...”

Have participants list 

different definitions of 

problem-solving.

Use the following 

question - “what is 

problem solving?”

2: Comprehension

Understanding 

what the facts 

mean.

describe, 

explain, 

paraphrase, 

restate, 

interpret, 

paraphrase, 

differentiate, 

summarize, 

interpret, 

discuss, 

compare

“At the end of this 

course, the 

participants will 

be able to 

differentiate 

between two 

types of 

problems ...”

Group participants into 

pairs and have each 

pair think of different 

types of problems that 

they could experience 

within a work 

environment.

Ask the 

participants to 

describe different 

types of problems.

3: Application

Correct use of 

the facts, 

rules, or 

ideas.

calculate, 

predict, apply, 

solve, illustrate, 

use, relate, 

modify, 

demonstrate, 

determine, 

model

“At the end of this 

course, the 

participants will 

be able to 

complete a force 

field analysis of a 

named problem 

situation ...”

After presenting the 

different problem 

solving techniques 

have participants form 

pairs and complete a 

force-field analysis.

On a test, define 

a force-field 

analysis



4: Analysis

Breaking 

down 

information 

into 

component 

parts.

classify, outline, 

break down, 

categorize, 

analyze, 

organize, 

contrast, 

deduce, discuss, 

plan, diagram, 

illustrate

“At the end of this 

course, the 

participants will 

be able to 

contrast cause 

and effect 

diagrams and a 

SWOT Analysis.”

Present the participants 

with different problem 

solving techniques and 

then have them explain 

in detail the differences 

between a cause and 

effect diagram and a 

SWOT Analysis.

Ask participants 

to explain in 

detail the 

differences 

between a cause 

and effect 

diagram and a 

SWOT Analysis.

5: Synthesis

Combining 

parts to make 

a new whole.

design, 

formulate, 

build, invent, 

create, 

compose, 

generate, 

derive, justify, 

modify, report, 

develop

At the end of this 

section of the 

course, the 

participant will be 

able to create a 

personal model 

for effective 

problem solving 

within a large 

manufacturing 

setting”.

Tie discussions to the 

underlying similarities 

between different 

problem solving 

approaches regardless 

of the place where the 

problem occurs.

Give the 

participants a 

project where 

they have to 

create a personal 

model for 

effective problem 

solving within a 

large 

manufacturing 

setting.

6: Evaluation

Judging the 

value or worth 

of information 

or ideas.

choose, 

support, relate, 

evaluate, 

determine, 

criticize, 

defend, judge, 

grade, 

compare, 

contrast, argue, 

justify, support, 

convince, select, 

evaluate

“At the end of the 

course, the 

participant will be 

able to determine 

what problem 

solving technique 

suits their work 

environment.”

Have different groups 

of participants solve 

the same problem 

using different 

methods, then have 

each group present the 

pros and cons of the 

method they chose.

On a test, ask 

participant to 

describe in detail 

what problem 

solving technique 

suits their work 

environment best 

and why?



Questioning Skills
We believe that learning is 
an active process. And, 
trainers must work hard at 
encouraging participants to 
think on their own and 
construct their own 
explanations. This then 
allows participants to 
maximize their learning 
potential.

Ask participants to seek out 
evidence:
•What kind of evidence 

did you find?
•What makes you think 

that...?

Ask participants to explain:
•How would you explain 

this?
•What were some of the 

causes that led to...?

Ask questions that relate 
concepts, ideas, and 
opinions:
•How does that compare 

to...?
•What did other people 

discover or say about ...?

Ask questions that 
encourage your 
participants to predict:
•What will you do next?
•What will happen if 

you...?
•What could you do to 

prevent that ?

Ask students questions that 
encourage them to 
describe:
•What did you do?
•What happened?
•What did you observe 

happening?

Purpose Example
Invite participants to 
elaborate

'Would you say a little more about that.'
'I am not sure I'm certain I know what you mean 
by that.'

Speculate about the subject
under discussion

'I wonder what might happen if ...'

Make a suggestion ' 'You could try ...'

Reflect on the topic Perhaps we now have a way of tackling this 
next time '
'Let's bring this all together ...'

Offer extra information 'It might be useful to know also that ...' I
'I think that I have read that ...'

Reinforce useful suggestions 'I especially liked ... because ...'

Clarify ideas `We can tell this is the case by ...'

Correct me if I'm wrong 'But I thought we had agreed that ...'
'So now perhaps we all believe ...'

Echo comments /
summarise

'So, you think ...'
'Jane seems to be saying ...'

Non-verbal interventions Eye contact, a nod or raised eyebrows to 
encourage I extended responses, to 
challenge or even to express surprise

Alternatives To Questioning

How Long Should You Wait?
One of the most effective techniques that can be used in conjunction 
with questions is known as ‘wait-time’. This is the length of time that is 
left between asking the question and looking for the answer. In most 
training sessions the wait time is 1-2 seconds. If no answer is received 
by this time, the trainer will normally intervene with the answer or with 
stronger prompts. Research shows that waiting longer than 3 seconds 
will result in better answers and increased motivation for the 
participant. 

Think, Pair & Share
For more challenging questions, ask participants to take some time to 
think of the answer. Ask them to then pair with the person next to them 
and share their answers with the larger group. This allows for a 
different type of ‘wait time’ and strengthens the learning process 
available to the whole group.


